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N O T E S  T O  C O N T R I B U T O R S  
A r t i c l e s  s u b m i t t e d  t o  t h e  J o u r n a l  s h o u l d  b e  o r i g i n a l  c o n t r i b u t i o n s  a n d  s h o u l d  n o t  
b e  u n d e r  c o n s i d e r a t i o n  f o r  a n y  o t h e r  p u b l i c a t i o n  a t  t h e  s a m e  t i m e :  i f  a n y  a r t i c l e  i s  
u n d e r  c o n s i d e r a t i o n  b y  a n o t h e r  p u b l i c a t i o n ,  a u t h o r s  s h o u l d  c l e a r l y  i n d i c a t e  t h i s  a t  
t h e  t i m e  o f  s u b m i s s i o n .  M a t e r i a l s  f o r  c o n s i d e r a t i o n  m a y  i n c l u d e  c o m m e n t s  o n  
a r t i c l e s  p r e v i o u s l y  p u b l i s h e d  i n  t h e  D a h o m e y  I n t e r n a t i o n a l  J o u r n a l s ,  r e v i e w  
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r e s e a r c h  r e p o r t s  a n d  r e p o r t s  o f  i n n o v a t i o n s .  E a c h  t y p e s c r i p t  s h o u l d  b e  s u b m i t t e d  
i n  t r i p l i c a t e .  T h e s e  s h o u l d  b e  s e n t  a l o n g  w i t h  a  d i s c  c o p y  o f  t h e  m a n u s c r i p t .  D i s c s  
s h o u l d  b e  l a b e l e d  w i t h  t h e  n a m e  o f  t h e  a r t i c l e ,  t h e  a u t h o r ' s  n a m e  a n d  t h e  s o f t w a r e  
u s e d .  A l t e r n a t i v e l y ,  e l e c t r o n i c  c o p y  o f  m a n u s c r i p t  c a n  b e  s e n t  b y  e - m a i l  a s  a n  
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THE EFFECT OF SUCCESSION PLANNING ON EMPLOYEES' PERFORMANCE 
Niyi Olufunmi Okuku 
Worlu Rowland E.K. 
Chittu Sanny 
Onwukaike Samuel.C. 
ABSTRACT 
The focus of this research work is on the effect of succession plans on employees performance. In order to 
achieve effectiveness and efficiency in an organization there is need for the recruitment or employment of 
the right and capable personnel to fit into the key areas/unit in a given organization. Succession planning 
today enables organizations to identify talented employees and provide education to develop them for 
further higher leach and broader responsibilities. This essay examines the need to identify and understand 
developmental needs of employees, which ensure that all key employees understand their career paths and 
theories as a potential managers. In this regard the research is to see how succession planning helps in the 
performance of employees and how it will impact on organizational activities. While the case study of this 
research work was the Bag Manufacturing Company, Ikeja, Questionnaire/ interview were deployed as 
the instruments for data collection. Also in the course of the research work some recommendations were 
made like, succession strategies should create corporate social identity, where employees sees themselves 
as partners with the employer in order to make the organization progress. 
Keyword: Succession planning, Employees' performance, Organizational success, organizational 
experience. 
L'EFFET DE LA PLANIFICA TION DE LA RELEVE SUR LA PERFORMANCE DES 
EMPLOYES 
RESUME 
Ce travail de recherche porte sur l'effef des plans de releve sur le rendement des employes. Afin 
d'atteindre l'efficacite et l'efficience d'une organisation, il n'y a besoin pour le recrutement ou l'emploi du 
personnel droit et capable de s'integrer dans les principaux domaines et unites dans une organisation 
donnee. Planification de Ia releve aujourd'hui permet aux organisations d'identifier les employes 
talentueux et dispenser un enseignement pour les developper et les lessiver encore plus eleve et de plus 
larges responsabilites. Cet essai examine Ia necessite d'identifier et de comprendre les besoins de 
developpement des employes, qui s'assurer que tous les employes cles comprennent leurs cheminements 
de carriere et les theories comme un gestionnaires potentiels. A cet egard, Ia recherche est de voir 
comment Ia planification de Ia releve contribue a Ia performance des employes et que/ sera /'impact sur les 
activites de l'organisation. Bien que !'etude de cas de ce travail de recherche a ete realisee sur l'usine de 
fabrication de sacs basee a lkeja. Les questionnaires entrevuent ont ete deployes comme les instruments 
de collecte de donnees. Egalement au cours des travaux de recherche quelques recommandations ont ete 
formulees comme, strategie~ de releve devraient creer une identite sociale corporative, ou employes se 
considere comme des partenaires avec l'employeur afin de realiser les progres de /'organisation. 
Mots cles : plan ification de Ia releve, performance des employes, succes de l'organisntion, /'experience 
organisation neUe. 
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B A C K G R O U N D  T O  T H E  S T U D Y  
O r g a n i z a t i o n a l  m a n a g e m e n t  i s  f u n d a m e n t a l  t o  c r e a t i n g  a n  e n v i r o n m e n t  t h a t  s u p p o r t s  
c o n t i n u o u s  i m p r o v e m e n t  o f  i n d i v i d u a l s  a n d  t h e i r  o r g a n i z a t i o n s  t o  b e t t e r  p r o v i d e  f o r  
t h e  c o m m u n i t i e s  t h e y  s e r v e .  E v e r y  o r g a n i z a t i o n  n e e d s  a ·  l e a d e r  w i t h  a  c l e a r  
u n d e r s t a n d i n g  o f  t h e  i s s u e s  f a c i n g  h i s / h e r  o r g a n i z a t i o n  a n d  i s  p r e p a r e d  t o  i m p l e m e n t  
t h e m  w h i l e  m a i n t a i n i n g  o p e r a t i o n a l  f u n c t i o n s ,  d e v e l o p i n g  e m p l o y e e s '  s k i l l s ,  a n d  
m a n a g i n g  o r g a n i z a t i o n a l  r e s o u r c e s .  
A c c o r d i n g  t o  M c C a b e  ( 2 0 0 7 ) ,  o n e  o f  t h e  l e s s o n s  o f  d e l e g a t i o n  i n  t h e  o r g a n i z a t i o n  a n d  a n  
i n t e g r a l  p a r t  o f  m a n a g e m e n t  f u n c t i o n  i s  t h e  a b i l i t y  t o  k n o w  w h e n  t o  ' b o w  o u t '  a n d  g e t  a  
r e p l a c e m e n t .  M a n y  o w n e r - m a n a g e r s  w i t h  s u c c e s s f u l  b u s i n e s s e s  c l i n g  t o .  t h e  d e t a i l s  o f  
m a n a g e m e n t  w h e n  t h e y  s h o u l d  b e  r e l i n q u i s h i n g  e x e c u t i v e  d u t i e s  i n  f a v o u r  o f  t h e  
s u c c e s s o r .  T h e  p r o b l e m  i s  f u r t h e r  a g g r a v a t e d  b e c a u s e  t h e  o w n e r  f a i l s  t o  d i s t i n g u i s h  h i s  
p e r s o n a l  d e s i r e s  a n d  t h e  n e e d  o f  t h e  b u s i n e s s .  T h i s  p o s e s  a  c h a l l e n g e  t o  t h e  o w n e r -
m a n a g e r ' s  p e r s o n a l  a s s u m p t i o n  t o  b e  a b l e  t o  a c h i e v e  a n  a c c e p t a b l e  a n d  s a t i s f a c t o r y  
s o l u t i o n .  S u c c e s s i o n  p l a n n i n g  e n a b l e s  t h e  o r g a n i z a t i o n  t o  i d e n t i f y  t a l e n t e d  e m p l o y e e s  
a n d  p r o v i d e  e d u c a t i o n  t o  d e v e l o p  t h e m  f o r  f u t u r e  h i g h e r  l e v e l  a n d  b r o a d e r  
r e s p o n s i b i l i t i e s .  S u c c e s s i o n  p l a n n i n g  h e l p s  t o  b u i l d  b e n c h  s t r e n g t h  a n d  d e c i d e  w h e r e  
p e o p l e  b e l o n g .  M c C a b e ,  ( 2 0 0 7 )  
S u c c e s s i o n  p l a n n i n g  i s  a  p r o c e s s  w h e r e b y  a n  o r g a n i z a t i o n  e n s u r e s  t h a t  e m p l o y e e s  ~re 
r e c r u i t e d  a n d  d e v e l o p e d  t o  f i l l  k e y  r o l e s  w i t h i n  t h e  o r g a n i z a t i o n .  W i t h  succes~1 J r ,  
p l a n n i n g  p r o c e s s ,  r e c r u i t i n g  s u p e r i o r  e m p l o y e e s ,  d e v e l o p i n g  t h e i r  k n o w l e d g e ,  s k i  ...  ~ 
a n d  a b i l i t i e s  a n d  p r e p a r i n g  t h e m  f o r  a d v a n c e m e n t  o r  p r o m o t i o n  i n t o  e v e n  m o r e  
c h a l l e n g i n g  r o l e s  b e c o m e s  a c h i e v a b l e .  S u c c e s s i o n  p l a n n i n g  i n v o l v e s  h a v i n g  s e n i o r  
e x e c u t i v e s  p e r i o d i c a l l y  r e v i e w  t h e i r  t o p  e x e c u t i v e s  a n d  t h o s e  i n  t h e  n e x t  l o w e r  l e v e l  t o  
d e t e r m i n e  s e v e r a l  b a c k u p s  f o r  e a c h  s e n i o r  p o s i t i o n .  T h i s  i s  i m p o r t a n t  b e c a u s e  i t  o f t e n  
t a k e s  y e a r s  o f  g r o o m i n g  t o  d e v e l o p  e f f e c t i v e  s e n i o r  m a n a g e r .  T h e r e  i s  c r i t i c a l  s h o r t a g e  
i n  c o m p a n i e s  f o r  m i d d l e  a n d  t o p  l e v e l  l e a d e r s .  O r g a n i z a t i o n  w i l l  n e e d  t o  c r e a t e  p o o l s  o f  
c a n d i d a t e s  w i t h  h i g h  l e a d e r s h i p  p o t e n t i a l s .  
D a l w m t · J
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nmi Okuku, Worlu Rowland E.K., Chittu Onwukilikt Samuel .C. 
Through succession planning, retaining superior employees becomes possible because 
they tend to appreciate the time, attention and development that are invested in them. 
An effective succession planning in the organization must identify the organization's 
long term goals and then hire the necessary staff. There is need to identify and 
understand the developmental needs of employees. Moreover, there is need to ensure 
that all key employees understand their career paths and the roles they are being 
developed to ~ccupy. There is need to focus resources on key employees retention. And 
caution must be taken to become aware of employment trends in the environment so as 
to know the role that takes difficult time filling externally McCabe, (2007). 
STATEMENT OF RESEARCH PROBLEM 
It is obvious that for every organization achieving its long and short term goals are 
paramount. Hence, the management of the organizational resources becomes crucial to 
the attainment of the goals of the organization. However, the management of many 
organizations do not have to constantly and continuously be provided through efficient 
• 
and effective preparations to lead the organization to achieving the set objectives. Most 
importantly, toiling with or paying lips service to the issue of efficient management of 
the organization is only a path to destruction. Succession planning is the organization's 
behaviour that ensures that the ·organization is constantly provided with effic;cnt 
management. 
SIGNIFICANCE OF THE STUDY 
At the end of the research study, it is expected that the reader will be educated on the 
importance of succession planning in the organization, which w ill be highlighted 
through its influences on the workers and organization's climate. 
Moreover, the study will be involved in an attempt to add to knowledge on previous 
researches that have been performed on management succession planning. 
Lastly, the study will arouse the interest of organization's management to embrace and 
Dalw ml'y In temat'"'' •li foumal 
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i m p l e m e n t  t h o r o u g h  a n d  e f f i c i e n t  s u c c e s s i o n  p l a n n i n g  p r o g r a m m e s  i n  t h e i r  
o r g a n i z a t i o n s .  
P R O C E S S E S  O F  S U C C E S S I O N  P L A N N I N G  
S u c c e s s i o n  p l a n n i n g  i s  a  p r o c e s s  o f  d e t e r m i n i n g  c r i t i c a l  r o l e s  w i t h i n  t h e  c o m p a n y ,  
i d e n t i f y i n g  a n d  a s s e s s i n g  p o s s i b l e  s u c c e s s o r s ,  a n d  p r o v i d i n g  t h e m  w i t h  t h e  a p p r o p r i a t e  
s k i l l s  a n d  e x p e r i e n c e  f o r  p r e s e n t  a n d  f u t u r e  o p p o r t u n i t i e s ,  M c C a b e  ( 2 0 0 7 ) .  
I n  o t h e r  w o r d s  s u c c e s s i o n  p l a n n i n g  c o m p r i s e s  o f  t h e s e  i m p o r t a n t  s t e p s :  
1 .  R e c r u i t m e n t  a n d  p l a c e m e n t  - y o u  r e c r u i t  s u p e r i o r  a n d  r i g h t  e m p l o y e e s .  
2 .  T r a i n i n g  a n d  d e v e l o p m e n t  - y o u  t r a m  t h e  e m p l o y e e s  t o  d e v e l o p  t h e i r  
k n o w l e d g e ,  s k i l l s  a n d  a b i l i t i e s .  
3 .  P e r f o r m a n c e  a n d  c o m p e n s a t i o n  m a n a g e m e n t  - p r e p a r e  t h e m  f o r  a d v a n c e m e n t  o r  
p r o m o t i o n  i n t o  m o r e  c h a l l e n g i n g  r o l e s .  
4 .  T a l e n t  m a n a g e m e n t  - y o u  a r e  p r e p a r e d  t o  r e t a i n  o r  r e p l a c e  s u p e r i o r  e m p l o y e e s .  
T y p i c a l  a c t i v i t i e s  c o v e r e d  b y  s u c c e s s i o n  p l a n n i n g  i n c l u d e :  
1 .  D e t e r m i n e  w h a t  r o l e s  a n d  s k i l l s  a r e  c r i t i c a l  f o r  t h e  g r o w t h  o f  t h e  c o m p a n y .  
2 .  A n a l y z e  a n d  a d d r e s s  t h e  g a p s  r e v e a l e d  b y  t h e  p l a n n i n g  p r o c e s s .  
3 .  I d e n t i f y  a n d  u n d e r s t a n d  t h e  d e v e l o p m e n t a l  n e e d s  o f  e m p l o y e e s  t o  f i l l  t h e s e  
p o s i t i o n s .  
4 .  E n s u r e  t h a t  a l l  k e y  e m p l o y e e s  u n d e r s t a n d  t h e i r  c a r e e r  p a t h s  a n d  t h e  r o l e s  t h e y  
a r e  b e i n g  d e v e l o p e d  t o  f i l l .  
5 .  T r a i n  p e o p l e  f o r  s k i l l s  a n d  p o s i t i o n s  t h a t  d o  n o t  p r e s e n t l y  e x i s t  i n  t h e  c o m p a n y .  
6 .  U n d e r s t a n d  t h e  t i m e  n e e d e d  t o  b a c k f i l l  k e y  r o l e s .  
7 .  E n r i c h  s u c c e s s i o n  p l a n s  t h r o u g h  r e g u l a r  e x e c u t i v e  d i s c u s s i o n  o f  p e o p l e  a n d  
p o s t s .  
8 .  I d e n t i f y  t o p  p e r f o r m e r s  i n  a l l  d e p a r t m e n t s  a n d  m a k e  s u r e  t h a t  t h e y  a r e  e n g a g e d  
a n d  s a t i s f i e d  t o  s t a y  w i t h  t h e  o r g a n i z a t i o n  f o r  a  l o n g  p e r i o d .  
D a h o m e y  I n t e r n a t i o n a l  J o u r n a i  
nmi Okuku, Worlu Rowland E.K., Chittu Sa Onwukaike Samuel .C. 
9. Continually review and check the process of succession planning and whether 
planned individual development has taken place (McCabe, 2007). 
Succession planning is a process by which successors are identified for key positions 
throughout an organization including vital roles in each department of the 
organization. It should take into account the strategic vision and objectives of the 
organization. With good succession planning in place, employees are ready for new 
leadership roles. So, when someone leaves the company, another is skilled and ready to 
step-up to that position. Succession planning can also help develop a diverse workforce, 
by enabling senior management to recognize the future goals of the organization as a 
whole. Therefore, the key issues the Human Resources professionals should consider . 
while developing a succession plans are: 
a. Strategic plans and future goals 
b. Workforce requirement 
c. Knowledge retention and critical roles 
d. Talent management strategies 
Categorically, succession planning entails three steps. 
a. A decision-making stage 
b. The gradual transfer of minority stock holdings and ownership. 
c. Management responsibilities to the successor Qean-Pierre 2002). 
In choosing a successor, there is no need to force a member to assume unwan.c>d 
responsibilities. However, it is necessary to find out whether he or she is willing and 
able to assume the role. Then, make sure there is an agreement that a moderately paced 
transition will provide the best environment for the company's bottom line and overall 
stability. 
Throughout deliberations, it might be noticed that the burden of managing the business 
requires the skills of a professional with few or no ties to the entrepreneur's family. 
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W h e r e  s u c h  a  p e r s o n  i s  a l r e a d y  i n  t h e  e m p l o y m e n t  o f  t h e  o r g a n i z a t i o n ,  h i s  o r  h e r  a s c e n t  
_  t o  l e a d e r s h i p  m a y  p r o v e  m o r e  a d v a n t a g e o u s  t o  t h e  b u s i n e s s  t h a n  c a r r y i n g  o n  a  " f a m i l y  
t r a d i t i o n "  o f  e m p l o y i n g  s o m e o n e  f r o m  t h e  f a m i l y .  
M o s t  o r g a n i z a t i o n a l  m a n a g e m e n t  a n d  b e h a v i o u r a l  e x p e r t s  i n  t h e  f i e l d  o f  s u c c e s s i o n  
p l a n n i n g  s u g g e s t  i m p l o r i n g  t h e  f o l l o w i n g  s t e p s  t o  p a v e  t h e  w a y  f o r  a  s u i t a b l e  s u c c e s s o r :  
1 .  S e t  a  t a r g e t  d a t e  a s  t h e  l a s t  d a y  w i t h  t h e  c o m p a n y  a n d  s t a r t  s h i f t i n g  
r e s p o n s i b i l i t i e s  a h e a d  o f  t i m e  t o  t h e  c h o s e n  p e r s o n .  
2 .  S e t  s t a n d a r d s  t h a t  t a k e  i n t o  c o n s i d e r a t i o n  t h e  n e e d s  o f  t h e  s u c c e s s o r .  
3 .  D e c i d e  w h e t h e r  t o  o f f e r  s t o c k  t o  r e t a i n  k e y  e m p l o y e e s  a f t e r  t h e  t r a n s i t i o n .  
4 .  P r o v i d e  f o r  b u y i n g  o u t  o f  c o m p a n y ' s  s t o c k ,  w h e r e  n e c e s s a r y  [ A r m s t r o n g  2 0 0 6 ) .  
S H O R T - T E R M  O R  E M E R G E N C Y  R E P L A C E M E N T S  
T h i s  i s  t h e  c o m m o n  m o d e l  o f  s u c c e s s i o n  p l a n n i n g  a n d  s e r v e  a s  a  c r u c i a l  p o i n t  f o r  a l l  
t y p e s  o f  b u s i n e s s e s .  S h o r t - t e r m  r e p l a c e m e n t  p l a n n i n g  i s  f o c u s e d  o n  a n  u r g e n t  n e e d  
c a u s e d  b y  s u d d e n  d e v e l o p m e n t  w i t h i n  t h e  o r g a n i z a t i o n ,  s u c h  a s  s k i l l e d  e m p l o y e e  
l e a v i n g  t h e  c o m p a n y ,  e x p a n s i o n  o r  c o n t r a c t i o n  o f  b u s i n e s s .  S o m e t i m e s ,  e m e r g e n c y  
r e p l a c e m e n t  p l a n n i n g  m u s t  w o r k  t o  r e t a i n  k n o w l e d g e  t h a t  i s  a b o u t  t o  ~ l o s t .  
E m e r g e n c y  k n o w l e d g e  r e t e n t i o n  i s  a n  o p t i o n  t o c o n s i d e r  w h e n  t h e  o r g a n i z a t f c .' t l  i s  ~~1 
t o  l o s e  s p e c i a l i z e d  k n o w l e d g e  a n d  d o e s  n o t  h a v e  a  s u c c e s s o r  t o  t a k e  t h e  k n o w l o o w .  
E m e r g e n c y  s u c c e s s i o n  p l a n n i n g  c a n  b e  p e r f o r m e d  a n y  t i m e  t h e  o r g a n i z a t i o n  e~ i n  
a  n e w  d i r e c t i o n  o r  d i s c o v e r s  t h e  t a l e n t  g a p s  t o  f i l l  t h e  r e q u i r e d  m a n a g e r i a l  p o s i t i o n s .  
G e n e r a l l y ,  h u m a n  r e s o u r c e s  w i l l  t r y  t o  f i l l  t h e  r o l e  f r o m  w i t h i n  t h e  o r g a n i . z a t i o n ,  b u t  
o f t e n  t a k e  f r o m  t h e  o u t s i d e ,  w h e r e  t h e  h u m a n  r e s o u r c e s  i n  t h e  o r g a n i z a t i o n  h a v e  n o t  
b e e n  t r a i n e d  f o r  t h e  j o b  ( M c C a b e ,  2 0 0 7 ) .  
1  • . •  o . n u < ' } l  I n t e r n  a  I  I I l i i  I I I  J o u r n a l  
mi Okuku, Worlu Rowland E.K., Chittu Sanny, Onwukaike Samuel .C. 
LONG-TERM PLANNING OR MANAGING TALENT 
Talent management focuses on the future needs of the organization. Working within the 
strategic framework for the company's future goals, senior management identifies the 
positions necessary for growth and the best candidates to fill those roles. Some 
organizations invite all employees to take part in an assessment process, while others 
have managers identify leadership candidates. 
Where companies wish to grow leaders from within their existing talent pool and have 
the time and resources to develop a useful program, effective talent management will 
become a key component of its long-term human capital strategy. The advantages of 
this model include: 
a. Identifying a specialized talent pool. 
b . Defining and building future skills required for the success of the organization. 
c. Motivating and retaining employees by involvement in their career growth 
(McCabe, 2007). 
SUCCESSION PLANNING AND ORGANIZATIONAL SUCCESS 
Leadership has always been a relatively scarce commodity w ithin companies. First, 
there is need to analyze what has made the business successful, and whether the 
success relies on skills or knowledge of the leader that intends to leave. Second, look at 
the future of the company; i.e. what the goals and objectives of the organization are and 
what skills would be required to get the goals and objectives met. Moreover, there is 
need to consider whether the needed talent(s) is currently in the leadership team. Other 
important factors to consider are; existing and future market competition, required 
technology, talent pool of exis ting employees, management hierarch y and reporting 
structu re. Herein lies the basic for decisions on whether the business can continue 
without the leader, how it would continue without the leader, who lead and how ready 
they are (Armstrong, 2006). 
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S u c c e s s i o n  P i a  
T h e  r e c r u i t m e n t  o f  t o p  t a l e n t  i s  t o o  e x p e n s i v e  d u e  t o  r i s i n g  e x e c u t i v e  s e a r c h  c o s t s  a n d  
i n c r e a s e d  h i r i n g  c o n t r a c t  r e q u i r e m e n t s ,  n o t  t o  m e n t i o n  t h e  l a c k  o f  k n o w l e d g e  a b o u t  
c o m p a n y  c u l t u r e  a n d  i n n e r  w o r k i n g s .  R e c e n t  r e s e a r c h  h a s  s h o w n  t h a t  c o m p a n i e s  
d e v e l o p  m o r e  e f f e c t i v e  l e a d e r s  b y  d e v e l o p i n g  f r o m  t h e i r  i n t e r n a l  t a l e n t .  A  c a r e f u l  a n d  
c o n s i d e r e d  p l a n  o f  succe~sion e n s u r e s  t h a t  t h e  l e a s t  p o s s i b l e  d i s r u p t i o n  t o  t h e  
s u c c e s s o r ' s  r e s p o n s i b i l i t i e s  a n d  t h e r e f o r e  t h e  o r g a n i z a t i o n ' s  b u s i n e s s  ~d e f f i c i e n c y  
( S e y m o u r ,  2 0 0 3 ) .  
S u c c e s s i o n  p l a n n i n g  p l a y s  a  v i t a l  r o l e  a n d  i s  n e c e s s a r y  w h e n  a  k e y  e x e c u t i v e  o r  
e m p l o y e e  i s :  
1 .  U n w i l l i n g  t o  c o n t i n u e  t h e  r o l e  w i t h i n  t h e  o r g a n i z a t i o n .  
u .  A c c e p t i n g  a n  o f f e r  f r o m  a n o t h e r  o r g a n i z a t i o n  w h i c h  w i l l  t e r m i n a t e  o r  l e s s e n  t h e i r  
v a l u e  t o  t h e  c u r r e n t  o r g a n i z a t i o n .  
i i i .  I n d i c a t i n g  t h e  c o m p l e t i o n  o f  a  s h o r t - t e r m  p r o j e c t  o r  t a s k  a s s i g n e d .  
i v .  M o v i n g  t o  d i f f e r e n t  p o s i t i o n  a n d  d i f f e r e n t  s e t  o f  r e s p o n s i b i l i t i e s  w i t h i n  t h e  
o r g a n i z a t i o n .  
T h e  i n d u s t r i a l  e n v i r o n m e n t  i s  c u r r e n t l y  w i t n e s s i n g  t h e  i m p a c t  o f  a n  e m e r g i n g  a n d  
d i r e c t  n e c e s s i t y  o f  t h e  n e w  t r e n d  o f  s u c c e s s i o n  p l a n n i n g  a n d  t a l e n t  m a n a g e m e n t  
s y s t e m s .  H u m a n  r e s o u r c e  p r o f e s s i o n a l s  s h o u l d  n o t  j u s t  p e r f o r m  t h e  r e p l a c e m e n t  o f  
t a l e n t ,  b u t  a l s o  f o c u s  o n  d e v e l o p m e n t  s k i l l s  s e t s  a n d  k n o w l e d g e  o f  e m p l o y e e s  w i t h i n  
t h e  o r g a n i z a t i o n  a n d  h o w  t h e y  c a n  c o p e  w i t h  t h e  w i d e r  r o l e s  a n d  r e s p o n s i b i l i t i e s  w h i c h  
a r e  i n - l i n e  w i t h  t h e  c o m p a n y ' s  g o a l s  ( S t e w a r t ,  1 9 9 7 ) .  
S u c c e s s i o n  p l a n n i n g  h e l p s  y o u  t a k e  a  m o r e  s t r a t e g i c  a p p r o a c h  t o  l e a d e r s h i p  
d e v e l o p m e n t ,  e m p l o y e e  s k i l l  a s s e s s m e n t  a n d  p e r h a p s  e v e n  m o r e  i m p o r t a n t  p r e s e r v i n g  
c r i t i c a l  o r g a n i z a t i o n a l  k n o w l e d g e .  W i t h  t h e  i n c u m b e n t s  r e a d y  t o  l e a v e  t h e  o r g a n i z a t i o n  
o r  w h e r e  a n  e x p e c t e d  o r  u n e x p e c t e d  c h a n g e  o c c u r s  i n  t h e  o r g a n i z a t i o n ,  t h e  o r g a n i z a t i o n  
c a n  e n s u r e  b u s i n e s s  c o n t i n u i t y  a t  a l l  l e v e l s  o f  t h e  o r g a n i z a t i o n .  O r g a n i z a t i o n s  u s e  
s u c c e s s i o n  p l a n n i n g  t o  a c h i e v e  a  n u m b e r  o f  o b j e c t i v e s  l i k e :  
D a h o m e y  I n t e r n a t i o n a l  J o u r n . l i  
Niyi Olufunmi Okuku, Worlu Rowland E.K., Chittu Sanny, Onwukaike Samuel .C. 
1. Improve recruitment process for key positions. 
2. Active development of long-term prospective successors by ensuring their career 
growth and analyzing work, responsibilities, skills and knowledge required for 
the future. 
3. Audit the 'talent pool' of the organization that helps in allocation of 
responsibilities and development strategies and filled the identified talent gaps. 
4. Build a 'key talent resource' of employees who share key skills, knowledge, 
experiences and values seen as important to the future of the organization 
(Whitmore, 2006]. 
Summarily, the main advantage of succession planning in an organization is the active 
development of a strong 'talent resource' for the future of the organization which is vital 
to attract and retain the best people which will help in present and future growth of the 
organization. Having the right people with right skills in the right job doing the right 
things at the right time, leads the organization to success, continuity and survival. 
The purpose is to match the needs of the organization to the goals of the individual. 
Keeping talented people in place by providing them with opportunities they may not 
receive elsewhere will create a stronger and more loyal group of future managers and 
executives, thus saving the company's recruiting and hiring costs over the long-term 
(Stewart, 1997). 
SUCCESSION PLANNING AND ORGANIZATIONS EXPERIENCES 
Obviously, leadership succession is inevitable for any surviving business but ~uccessful 
succession is a reality that must be planned. An increasingly important factor in thi ', 
ever-changing economy is the imminent retirement of an entire generation of leaders. 
Consequently, succession planning is becoming an increasingly d istinct strategic 
imperative. Viewing it as a proactive approach to leadership management, best practice, 
companies are gaining much more from their succession plan than just a strategy for 
loss and preparing for the worst. 
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T h e  N a t i o n a l  A s s o c i a t i o n  o f  C o r p o r a t e  D i r e c t o r s  f o u n d  t h a t  4 5 %  o f  c o m p a n i e s  w o r t h  
o v e r  5 0 0  m i l l i o n  U S  d o l l a r s  d i d  n o t  h a v e  a  c l e a r  s u c c e s s i o n  p l a n .  O r r i n  R i t t e r ,  
( a  C a n a d i a n  c o r p o r a t e  l a w y e r  w h o  s p e c i a l i z e s  i n  s u c c e s s i o n  p l a n n i n g ) ,  e x p l a i n s  t h a t  t h e  
d e n i a l  o f  m o r t a l i t y  c a u s e s  m a n y  p e o p l e  t o  a v o i d  t h i s  i s s u e ,  e s p e c i a l l y  w h e n  i t  t r i g g e r s  
t h e  s a m e  e m o t i o n s  a s  p l a n n i n g  a  w i l l .  B u t  a s i d e  f r o m  p r e p a r i n g  f o r  t r a d i t i o n a l  
t r a g e d i e s ,  a c c i d e n t s  a n d  i l l n e s s e s ,  b u s i n e s s  l e a d e r s  a r e  l e a r n i n g  t h a t  w e l l  t h o u g h t  o u t  
s u c c e s s i o n  p l a n s  a l s o  p r e p a r e  t h e i r  o r g a n i z a t i o n s  f o r  a  d i f f e r e n t  k i n d  o f  l o s s .  
D e s p i t e  t h e  g r o w i n g  a w a r e n e s s  t h a t  s u c c e s s i o n  p l a n n i n g  i s  a n  e s s e n t i a l  p r o c e s s  w i t h  
n u m e r o u s  b e n e f i t s ,  a  r e c e n t  s t u d y  t i t l e d  " E f f e c t i v e  S u c c e s s i o n  M a n a g e m e n t  ( E P S ) "  
f o u n d  t h a t  o n l y  o n e  p e r c e n t  o f  s u r v e y e d  o r g a n i z a t i o n s  r a t e d  t h e i r  s u c c e s s i o n -
m a n a g e m e n t  p l a n s  a s  " e x c e l l e n t "  a n d  a s  m u c h  a s  t w o - t h i r d s  d e s c r i b e d  t h e m  a s  " f a i r  o r  
w o r s e " .  
. .  
I n  o t h e r  t o  d e v e l o p  a  c o m p r e h e n s i v e  s~ccession s t r a t e g y ,  o r g a n i z a t i o n  l e a d e r s  s h o u l d  
r e c o g n i z e  t h a t  e a c h  o r g a n i z a t i o n  h a s  t 6  d e v e l o p  a  s t r a t e g y  t h a t  f i t s  i t s  o w n  s p e c i f i c  
n e e d s  a n d  t o  t h i s  e n d ,  b o t h  l a r g e  a n d  _s m a l l  b u s i n e s s e s  a r e  i n c r e a s i n g l y  s e e k i n g  t h e  
a s s i s t a n c e  o f  o u t s i d e  e x p e r t i s e .  T h e  E P S  s t u d y  a l s o  i d e n t i f i e d  t h e  b a s i c  c r i t e r i a  r e q u i r e d  
"  
f o r  a n y  s u c c e s s i o n  p l a n  t o  s u c c e e d .  
" '  
1 .  B e s t - p r a c t i c e  o r g a n i z a t i o n s  m a k e  s u c c e s s i o n  p l a n  m a n a g e m e n t  p a r t  o f  a n  o v e r a l l  
d r i v e  t o  d e v e l o p  m a n a g e r s  a t  a l l l t v e l s .  
2 .  S u c c e s s f u l  p l a n n i n g  r e q u i r e s  t h e  a n g o i n g  c o m m i t m e n t  o f  h i g h - l e v e l  m a n a g e m e n t  
3 ..  L e a d e r s h i p  s k i l l s ,  a n d  t h e  q u a n t i t y  o f  m a n a g e m e n t  t a l e n t  r e q u i r e d ,  h a v e  t o  b e  
d i c t a t e d  b y  a n  o v e r a l l  o r g a n i z a t i o n  s t r a t e g y .  
4 .  C l e a r l y  d e f i n e  t h e  s p e c i f i c  b e h a v i o u r s ,  s k i l l s  a n d  v a l u e s  t h a t  l e a d e r s  n e e d  i n  
'  
o r d e r  f o r  t h e m  t o  s u c c e e d  n o w  a n d  i n  f u t u r e  i n  t h a t  o r g a n i z a t i o n .  
5 .  A s s e s s m e n t  t o o l s  s u c h  a s  a s s e s s m e n t  c e n t e r s ,  t e s t s ,  interview~ a n d  a  
p e r f o r m a n c e - a p p r a i s a l  p r o c e s s  a l l o w  a n  o r g a n i z a t i o n  t o  m a k e  a c c u r a t e  
l e a d e r s h i p  p l a c e m e n t  a n d  d e v e l o p m e n t  d e c i s i o n s .  
/ 1 1 1 1 1 0 m e y  I n t e r n a t i o n a l  f v i r n u u  
Niyi Olufunmi Okuku, Worlu Rowland E.K., Chittu San Onwukaike Samuel .C. 
6. Integrate succession management with recruiting, selection, retention and 
development systems. 
More than just a backup plan for qualified successors, a succession strategy is a valuable 
tool used by best practices companies to grow their own leaders and to ensure 
continuous development within a shifting global economy. Success by succession 
planning is an investment that business leaders are recognizing as an important 
strategy in achieving the long-term vision of their organization. 
AREA OF STUDY 
This research study examined the influence of succession planning to the performance 
of the organization. The study was confined to Bag Manufacturing Company Nigeria 
Plc. The study covered the management and employees at the Head Office of the 
organization. 
RESEARCH DESIGN 
For the purpose of the research study, !he su~vey research was used. This was due to 
the fact that the nature of the study required basic contact[s] between the researcher and 
the subject(s)/respondents for data collection. The gathering of information and data 
was through the questionnaire and the interview methods. 
SUMMARY OF FINDINGS 
The research carried out analysis on the 70 questionnaires, which were succ~s!:-t,.l . 
retrieved out of a total of 100 copies of questionnaires earlier administered. 
It was discovered that there was significant statistical relationship between succession 
planning and management of the organization. This implies that succession planning 
have impact on the way and manner in which the organization is controlled, 
coordinated, planned and organized . This however was opposed to the work of 
Whitmore, (2006] that succession planning involves planning for the smooth 
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T h e  S u c c e s s i o n  P l a n n  
c o n t i n u a t i o n  a n d  s u c c e s s  o f  a  b u s i n e s s  w h i c h  d e p e n d s  g r e a t l y  o n  t h e  a v a i l a b i l i t y  o f  
c o m p e t e n t  p e o p l e .  F o r  W h i t m o r e ,  2 0 0 6  a l l  o r g a n i z a t i o n s  ( w h e t h e r  p r i v a t e  o r  p u b l i c ]  
n e e d  t o  t a k e  s e r i o u s l y  t h e  i s s u e  o f  p l a n n i n g  f o r  a  s u c c e s s o r  t o  m a n a g e  t h e  a f f a i r s  o f  t h e  
o r g a n i z a t i o n ,  t o  d r i v e  t h e  o r g a n i z a t i o n  a n d  p r e s i d e  o v e r  c o n t i n u a t i o n  w h e n  t h e  l e a d e r  
l e a v e s  e i t h e r  b y  c h o i c e  o r  b y  c i r c u m s t a n c e s .  I n t e r e s t i n g l y ,  i t  i s  g e t t i n g  t h e  r i g h t  p e o p l e ,  
w h i c h  m a k e  t h i n g s  h a p p e n  i n  t h e  o r g a n i z a t i o n .  B u t  w h e n  t h e  l e a d e r  r e t i r e s  ( w h e t h e r  b y  
o l d  a g e ,  d i s a b i l i t y  o r  c h o i c e ]  o r  d i e s ,  t h e  o r g a n i z a t i o n  m u s t  s t i l l  c o n t i n u e  t o  m a k e  
p r o g r e s s .  
I t  w a s  d i s c o v e r e d  t h a t  t h e r e  w a s  s i g n i f i c a n t  s t a t i s t i c a l  r e l a t i o n s h i p  b e t w e e n  s u c c e s s i o n  
p l a n n i n g  a n d  e m p l o y e e s '  p e r f o r m a n c e .  T h i s  i m p l i e s  t h a t  s u c c e s s i o n  p l a n n i n g  h a v e  l i t t l e  
o r  n o  i m p a c t  o n  t h e  w a y  a n d  m a n n e r  i n  w h i c h  t h e  w o r k e r s  i n  t h e  o r g a n i z a t i o n  p e r f o r m  
t h e i r  d u t i e s  a n d  t a s k s  a n d  h o w  t h e y  m e e t  u p  w i t h  s e t  t a r g e t s  i n  t h e  i n d u s t r y .  T h i s  
h o w e v e r  n e g a t e s  t h e  w o r k  o f  S t e w a r t ,  1 9 9 7  t h a t  t h e  m a i n  a d v a n t a g e  o f  s u c c e s s i o n  
p l a n n i n g  i n  a n  o r g a n i z a t i o n  i s  t h e  a c t i v e  d e v e l o p m e n t  o f  a  s t r o n g  ' t a l e n t  r e s o u r c e '  f o r  
t h e  f u t u r e  o f  t h e  o r g a n i z a t i o n  w h i c h  i s  v i t a l  t o  a t t r a c t  a n d  r e t a i n  t h e  b e s t  p e o p l e  w h i c h  
w i l l  h e l p  t o  p r e s e r v e  a n d  a c h i e v e  f u t u r a  g r o w . t h  o f  t h e  o r g a n i z a t i o n .  M o r e o v e r ,  h a v i n g  
t h e  r i g h t  p e o p l e  w i t h  t h e  r i g h t  s k i l l s  i n  t h e  r i g h t  j o b s  d o i n g  t h e  r i g h t  t h i n g s  a t  t h e  r i g h t  
t i m e ,  l e a d s  t h e  o r g a n i z a t i o n  t o  s u c c e s s ,  g , o n t i n u i t y  a n d  s u r v i v a l .  T h e  p u r p o s e  i s  t o  m a t c h  
t h e  n e e d s  o f  t h e  o r g a n i z a t i o n  t o  t h e  g o a J . s  o f  t h e  i n d i v i d u a l .  K e e p i n g  t a l e n t e d  p e o p l e  i n  
p l a c e  b y  p r o v i d i n g  t h e m  w i t h  o p p o r t u n i t i e s  t h e y  m a y  n o t  r e c e i v e  e l s e w h e r e  w i l l  c r e a t e  
a  s t r o n g e r  a n d  m o r e  l o y a l  g r o u p  o f  f u t u r e  m a n a g e r s  a n d  e x e c u t i v e s ,  t h u s  s a v i n g  t h e  
c o m p a n y ' s  r e c r u i t i n g  a n d  h i r i n g  c o s t s  o v e r  t h e  l o n g - t e r m .  
I t  w a s  d i s c o v e r e d  t h a t  t h e r e  w a s  s i g n i f i c a n t  r e l a t i o n s h i p  b e t w e e n  s u c c e s s i o n  p l a n n i n g  
a n d  o r g a n i z a t i o n a l  p r o d u c t i v i t y .  T h i s  i m p l i e s  t h a t  t h e  c o m m i t m e n t  a n d  p e r f o r m a n c e  o f  
s u c c e s s i o n  p l a n n i n g  i n  t h e  o r g a n i z a t i o n  c a n  i m p r o v e  t h e  g e n e r a l  p e r f o r m a n c e  a n d  
d f i c i e n c y  o f  t h e  o r g a n i z a t i o n .  T h i s  h o w e v e r  s u p p o r t s  t h e  w o r k  o f  S e y m o u r ,  2 0 0 3  t h a t  
c o m p a n i e s  d e v e l o p  m o r e  e f f e c t i v e  a n d  p e r f o r m i n g  l e a d e r s  b y  d e v e l o p i n g  f r o m  t h e i r  
i n t e r n a l  t a l e n t  p o o l .  T h u s ,  a  c a r e f u l  a n d  c o n s i d e r e d  p l a n  o f  s u c c e s s i o n  e n s u r e s  t h e  l e a s t  
. . .  - - - - - - - -
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possible disruption to the successor's responsibilities and therefore guarantees the 
organization's business and efficiency. More than just a backup plan for qualified 
successors, a succession strategy is a valuable tool used by best practices companies to 
grow their own leaders and to ensure continuous development within a shifting global 
economy. Success by succession planning is an investment that business leaders are 
recognizing as an important strategy in achieving the long-term vision and goals of 
their organizations. 
CONCLUSION 
The study was conducted to examine the influence of succession planning on the 
performance of the employees [such as individual and group efficiency, employees' 
skills and abilities, etc.] in the workplace. The study identified the influence of well-
developed and performed succession p lanning on the management of the skills and 
performance of employees and their involvements in the organization. The study also 
examined how the element of succe~sion planning affects the skill managing the 
organization's resources as well as industrial productivity. However, it was concluded 
that organization should acknowledge the importance of succession p lanning to 
industrial productivity, skill efficiency and high performance assurance within the 
organization. Owing to the need for and importance of the management in the 
prosperity of the organization, there have been substantial appeal to organizations, to 
be effective and efficient in their function of acquiring and retaining the best performers 
and skills for the managerial positions of the organization. 
RECOMMENDATIONS 
In view of the observations and findings from the research study, the researcher wishes 
to proffer the following recommendations.: 
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T h e  E f f e c t  o f  S u c c e s s i o n  P l a n  
( 1 )  S u c c e s s i o n  p l a n n i n g  s h o u l d  i n c l u d e  t h o s e  s t r a t e g i e s  t h a t  a s s i s t  i n  a c k n o w l e d g i n g  
t h e  n e e d  a n d  f o r m  o f  v a l u e  g e n e r a t i n g  s k i l l s  a n d  k n o w l e d g e  t h a t  t h e  
o r g a n i z a t i o n  w o u l d  n e e d ,  a n d  t r a n s f o r m i n g  t h e s e  v a l u e s  t o  c o m p e t i t i v e  
a d v a n t a g e ( s )  f o r  t h e  o r g a n i z a t i o n .  
2 .  S u c c e s s i o n  p l a n n i n g  s t r a t e g i e s  e s t a b l i s h e d  i n  t h e  o r g a n i z a t i o n  m u s t  b e  g o a l -
d r i v e n ,  f o r  i n s t a n c e ,  p l a c e  e m p h a s i s  o n  t h e  s k i l l s ,  k n o w l e d g e  a n d  e x p e r i e n c e  
d i s p l a y e d  b y  t h e  s u c c e s s i v e  m a n a g e r  o n  t h e  j o b .  T h e r e  i s  n e e d  f o r  f l o w  o f  
i n f o r m a t i o n  f r o m  t h e  o r g a n i z a t i o n  t o  t h e  c a n d i d a t e  a n d  f r o m  t h e  c a n d i d a t e  t o  t h e  
m a n a g e r .  A l l  o f  t h e s e  s u m m e d - u p  t o  c o n t r i b u t e  t o  t h e  i m p r o v e d  p e r f o r m a n c e  o f  
t h e  o r g a n i z a t i o n .  
3 .  S u c c e s s i o n  p l a n n i n g  s h o u l d  n o t  j u s t  b e  p e r f o r m e d  a s  a  b a c k - u p  p l a n  f o r  q u a l i f i e d  
s u c c e s s o r s  t o  t h e  m a n a g e m e n t  p o s i t i o n s .  B u t  a  s u c c e s s i o n  s t r a t e g y  c a n  b e  u s e d  a s  
a  t o o l  f o r  o r g a n i z a t i o n s  t o  g r o w  t h e i r  o w n  l e a d e r s  w i t h i n  t h e i r  t a l e n t  p o o l  a n d  t o  
e n s u r e  c o n t i n u o u s  d e v e l o p m e n t  i n  t h e  o r g a n i z a t i o n .  S u c c e s s i o n  p l a n n i n g  i s  a n  
i n v e s t m e n t  t h a t  b u s i n e s s  l e a d e r s  a r e  r e c o g n i z i n g  a s  a n  i m p o r t a n t  s t r a t e g y  i n  
a c h i e v i n g  t h e  l o n g - t e r m  v i s i o n  o f  t h e i r  o r g a n i z a t i o n .  
4 .  S u c c e s s i o n  s t r a t e g i e s  s h o u l d  c r e a t e  c o r p o r a t e  s o c i a l  i d e n t i t y  f o r  t h e  o r g a n i z a t i o n ,  
w h e r e  e m p l o y e e s  s e e s  t h e m s e l v e s  a s  o w n e r s  o r  p a r t n e r s  t o g e t h e r  w i t h  t h e  
e m p l o y e r ,  t h e r e f o r e  t h e y  s t r i v e  t o  m a k e  t h e  o r g a n i z a t i o n  p r o g r e s s .  
5 .  F i n a l l y ,  m a n a g e m e n t  i s  a l s o  e n c o u r a g e d  t o  p r o m o t e  a  p r o d u c t i v e  e n v i r o n m e n t  
a n d  e n s u r e  t h a t  s u c c e s s i o n  p l a n n i n g  p r o g r a m m e s  s u p p o r t  i n d i v i d u a l  o r  g r o u p  
l e v e l  d e c i s i o n s ,  w h i c h  i n v a r i a b l y  t r a n s l a t e  t o  o r g a n i z a t i o n  i m p r o v e d  w o r k i n g s  
- - - - -
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